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This research examines the concept of mentoring as it
relates to career advancement of females in Atlanta City
government who are interested in upper level management in
the public sector. The concept of mentoring has been re¬
searched extensively in relationship to men and career ad¬
vancement, specifically, in the private sector.
The significance of this study is due to the fact
that career advancement of males in both the private and
public sector is attributed to the usage of mentors. On
the other hand, the lack of females in top management
position is due in part to their inability to cultivate
successful mentoring relationships.
The major source of information for this study were
obtained primarily from questionnaires administered to 35
1
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females in middle and upper management positions within
the City of Atlanta. A variety of secondary information
was obtained from journals, books and magazines.
The major findings of this study indicate that mentor¬
ing amongst and for females does have a significant impact
on whether a female becomes a part of the upper echelon of
the organization. Also, females in Atlanta City government
are interested in mentoring and have placed emphasis (in¬
voluntarily) on mentoring by becoming mentors to talented
and aspiring lower-level females in the City.
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I. INTRODUCTION
Today more than 43 million adult women work. They
constitute more than 41 percent of the American work force,
and women work for the same reasons as men: They need to,
they like to, or they are expected to.^
Legislative efforts, within the last 15 years, to
bring about a fairer distribution of men and women with¬
in the organizational hierarchy has had quite an impact on
business and industry today. Because of the governmental
pressures, advancement of women has become a mandate for
organizations across the country. Personnel people, how¬
ever, have often found themselves in a serious predicament
when they try to meet the affirmative action goals. In
many cases, they could not, and can not, find women ade¬
quately prepared for management positions, and as a result,
ended up putting women into jobs they were not profession¬
ally or emotionally prepared for.
New women managers have the same
problems as new men managers: pressures
of responsibility, problems with sub¬
ordinates, accountability to top man¬
agement. But the newly appointed woman
^Leonard H. Chusmir, "Increasing Women's Job Commit¬




also has some unique problems because
she holds a position which has.long
been considered a "man's job".
According to the 1986 City of Atlanta Work Force Pro¬
file, there are currently 268 (80%) male and 67 (20%)
female managers/administrators, compared to 318 (89%) male
and 40 (11%) female in 1976. Even though females are now
represented in upper-level administrative positions in
Atlanta City Government, it has taken 11 years to come from
10 percent (1975) to 20 percent (1986) (see Appendix A).
Why? Women simply have not been given the proper help,
training, or coaching to compete successfully in the pro¬
fessional world.
If women in public administration want to advance to
upper-level management positions, they need to be mentored
into these positions traditionally held by men. With a
suitable "tutor", women will have a much greater chance of
understanding the game called "working".^ Using a mentor
must not be confused with intelligence, hard work, or
ability, (but if one has these attributes, a mentor can
make the critical difference in a woman's rise to the top).
Once a woman makes a commitment to have a professional
^V.C. Popisil, "Problems of the Woman Manager,"
Industry Week (April 1974): 33-36.
^City of Atlanta, Georgia, Workforce Profile. 1986.
^Nancy W. Collins, Professional Women and Their Men¬
tors (Englewood Cliffs: Prentice-Hall, 1983), p. 1.
3
life, she needs to seek an advocate who is her senior.
This person will counsel and support her, and assist her
in the upward career advancement, and introduce her to
others in upper-level management.
This study is divided into six sections. The first
deals with the Introduction. Section II of the paper pre¬
sents an overview of the organizational context; defini¬
tion of related terms; the structure of the City of
Atlanta; the internship experience; and, the statement of
the problem.
Section III presents a review of relevant literature,
including philosophical discussions and how mentoring is
related to organization theory; roles of mentors; and
drawbacks of mentoring.
Section IV provides the methodology. This includes
the description of the sample, research instruments (ques¬
tionnaires and interviews) and data collection.
Section V presents the data analysis, while parts VI
offers the conclusions and recommendations.
II. THE PROBLEM AND ITS SETTING
On December 24, 1974, former Mayor Maynard Jackson
approved the City of Atlanta's Equal Employment Resolution.
It was through this official authorization that the Affir¬
mative Action Program within the City was established.^
The Mayor issued an Equal Employment Opportunity Policy
on January 5, 1979, (see Appendix A) to reemphasize his
position.
Since the inception of the Affirmative Action Program
(1975), there has been significant progress in the promo¬
tion of females to upper-level management positions. The
City's EEO statistics (June, 1975), show that the majority
of females were concentrated in office/clerical and ser¬
vice/maintenance positions (see Appendix B).
Today, the City of Atlanta is in an unique position
in that it represents a minority of local governments that
has female representation (20%) in very visible, authori¬
tative decision-making and highly responsible positions
5
city of Atlanta, Equal Employment Opportunity Reso¬
lution. approved by the Mayor, December, 1974.
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(see Appendix C). However, during the internship experi¬
ence, the writer observed that there was something "lack¬
ing" in the organizational system for the lower-level
females who are a vital entity of its operation.
Often times, the middle- and upper-level male managers
were observed "networking" or using the "buddy system"
both informally and formally. On the other hand, seldom
if ever, were the females ever seen "networking" or using
the "buddy system".
Purpose of the Study
The purpose of this study is to examine the role of
mentoring in the career advancement of female managers in
the City of Atlanta. In addition, the study also examines
the peculiar problems associated with mentor relationships
for female employees in the City government of Atlanta.
The writer observed during the internship, and through dis¬
cussions with female managers in Atlanta City government,
that there was a lack of mentors for female managers and
that there exists a need for female managers to mentor.
While there has been a vast amount of research on
males and their mentors, especially in business and indus¬
try, little attention has been paid to the roles mentors
play to the female and male public administrators.
6
Problem Statement
The writer has chosen to address the following ques¬
tion, "What roles do mentors play in the career advancement
of female managers in the City of Atlanta and how does it
differ from the role played by mentors of male managers in
the City of Atlanta?"
It is important to understand how present female man¬
agers and administrators have become upper-level public
managers so that females in lower-level management posi¬
tions may begin to prepare for their advancement from lower
to upper level.
Definition of Terms
The following concepts which appear in this study are
identified and defined.
Mentor - A senior person, in terms of age and experi¬
ence, who provides information, advice, and emotional
support for a junior person in a relationship, which
lasts over an extended period of time and is marked by
substantial emotional commitment through both formal
and informal forms of influence to further the career
of the junior person.®
g
Donald D. Bowen, "Were Men Meant to Mentor Women?"
Training and Development Journal. (February 1985): 31.
7
Protege - A junior person, who is advised by an in¬
fluential person in a professional organization over
an extended period of time, and who is motivated via
the direction of the senior person for career advance-
7
ment.
Manager/Administrator - An employee who sets broad
policies, exercises overall responsibility for execu¬
tion of these policies or directs individual depart¬
ments or special phases of the agency's operations.
Includes: department heads, bureau chiefs, division
chiefs, directors, deputy directors, police and fire
chiefs, sheriffs, inspectors and kindred workers.®
Agency and Unit Description
In 1847, a new charter was granted, incorporating the
town of Atlanta. This charter provided for a mayor and six
aldermen. It also provided authority to pass ordinances,
levy and collect taxes, impose fines, and to elect a clerk,
treasurer, marshal and tax collector. In January 1974, the
new City Charter became effective, providing for a strong
mayoral form of government.
7
Charlene Mitchell and Thomas Burdick, The Right
Moves (New York: Macmillian Publishing Co., 1985), p. 50.
g
Equal Employment Opportunity Commission, EEOC Form
164, State and Local Government Information fEEO-4)
(Washington: U.S. Government Printing Office, 1980), p. 5.
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The Mayor serves as Chief Executive of the City and is
responsible for all administrative functions. An 18 member
City Council, presided over by a city-wide elected presi¬
dent, has responsibility for all policy-making and legisla¬
tive functions.
Presently the City of Atlanta, employing over 8,000
workers, is one of the largest employers in the Metropoli¬
tan Atlanta area. It's organizational structure consists
of ten departments, with 37 bureaus and three adjunct agen¬
cies, headed by officials appointed by the Mayor and
confirmed by the Council.
The Agency
The Bureau of Personnel and Human Resources, a unit
within the Department of Administrative Services, is re¬
sponsible for the management and coordination of the cen¬
tral personnel administration for the City. The Bureau
has the responsibility for establishing policies and pro¬
cedures regulating personnel matters for city government
and for recruiting and employing candidates for employment
with the City of Atlanta.
The bureau is composed of eight divisions. These
eight divisions are:
^Interview with Mary A. Johnson and Carolyn King,









8. Employee Development and Training.
Internship Responsibilities
The writer served a graduate internship as a Personnel
Analyst in the Recruitment Division (due to reorganization
this unit is presently under the umbrella of Employee Ser¬
vices) , of the Bureau of Personnel and Human Resources,
from September 1985 to February 1986.
Internship duties and responsibilities included:
a. Interviewing and screening prospective appli¬
cants ;
b. Verifying oral and written applications and
res\ime requests;
c. Developing recruitment literature and assisting
in the planning and coordination of recruitment
efforts;
d. Preparing reports, correspondence and assisting
in research projects;
e. Coordinating personnel requisition process with
department/bureau and the Bureau of Personnel and
Human Resources;
f. Attending Civil Service Board meetings, seminars/
training related to personnel;
g. Chairing staff meetings;
h. Preparing job vacancy advertisements for colleges
and universities, local and out of town newspa¬
pers and professional journals;
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i. Compiling and analyzing turnover statistics as an
indicator for future manpower needs and require¬
ments ; and
j. Administering professional/technical/clerical
tests and data entry.
The Recruitment Division consists of five full-time
employees: (a) one Personnel Analyst IV/Division Head; (b)
one Personnel Analyst III; (c) two Personnel Assistants;
and (d) one Clerk Typist II.
The Division Head is responsible for making all key
decisions as well as coordinating and supervising all
intern activities, projecting staffing needs, identifying
potential recruitment sources for future recruitment vacan¬
cies and serves as a legislative liaison for the bureau.
The Personnel Analyst III plans and implements the
recruitment activities and functions of the Application-
Intake Section. This section is responsible for dissemi¬
nating all job information, including vacancy announce¬
ments, and responding to telephone and mail inquiries.
The Personnel Analyst III is also in charge of developing
recruitment literature and for distributing employment
information packages upon request.
The primary responsibilities of the Personnel Assis¬
tants include initial applicant intake process, data en¬
try, interviewing applicants, responding to telephone and
mail inquiries, and disseminating job information.
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The Clerk Typist II is responsible for providing
clerical support, data entry, and coordinating the weekly
mail list mailings.
III. REVIEW OF THE LITERATURE
The writer's review of the literature revealed that
little research had been conducted on career mentoring in
the public sector, and more significantly, on females and
mentoring. This problem is evidenced by the abundance
of literature on the private sector and the role mentoring
plays in career advancement.
This section contains a review of research studies
which covers three major areas pertinent to this paper.
They include:
1. Philosophical Discussions and How Mentor¬
ing is Related to Organizational Theory;
2. Roles of Mentors;
3. Drawbacks of Mentoring.
Philosophical Discussion and How Mentoring
is Related to Organizational Theory
While surveying the literature, it appears that every¬
one who writes about mentors has his/her own definition. In
Greek mythology, specifically, Homer's Odessey, the wise
old Mentor was asked by Ulysses to advise and watch after
his son, Telemachus, while Ulysses left on his 10 year
12
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odyssey.In fact, the "mentor" simply became a surro¬
gate father, offering the young, vulnerable boy, guidance,
support and love until his father returned.
Collins (1983), agrees with Webster's dictionary de¬
finition that, "a mentor is a trusted counselor or guide, a
tutor or coach. The writer notes that in recent lit¬
erature a "mentor" is referred to as someone who is a
significant influential who can make a critical difference
in one's life courses and career.
Bowen (1985), notes that while various observers can¬
not agree on a definition of mentoring, there is a consi¬
derable convergence of what mentors do and what functions
they perform for proteges. Bowen believes that his defini¬
tion of mentoring captures the major contributions of
mentors to their proteges' career(s) and the uniquely
intense emotional quality of the relationship.
Mentoring occurs when a senior person (the
mentor(s)) in terms of age, and experience,
undertakes to provide information, advice and
emotional support for a junior person (the
protege) in a relationship, lasting over an
extended period of time and marked by sub¬
stantial emotional commitment by both foirmal
and informal forms of influence to further
the career of the protege.
^°C.I. Gordon, "Toward a Conceptual Framework of the
Mentor-Mentee Relationship," Dissertation Abstracts Inter¬
national 44, 5 (1983): 1387A.
^^Collins, Women and Their Mentors, p.6.
12
Bowen, "Men Mentor Women?" p. 31.
14
As corporate executives' attitudes change, women are
beginning to penetrate all levels of decision-making. The
whole system of sponsorship has traditionally been reserved
for men, and only recently has it included women in any
significant numbers. Margaret Hennig and Anne Jardin, in
The Managerial Woman, found that male supporters, first
fathers and then mentors, played significant, if not key,
roles in encouraging women to achieve in fields long domi¬
nated by men. They told women who wanted to get ahead to
"look for a coach, a godfather or godmother, a mentor, or
13
an advocate."
According to Mitchell and Burdick (1985), the mentor
myth espouses the idea that women in business need a mentor
to succeed in the business world. They choose to define a
mentor as someone with power, at least a few levels above
the protege, who serves as a "guide" through the complexi¬
ties of the organization.^^
The idea is derived from the fact that men in private
industry have been helped tremendously by mentors. Choosing
to utilize the old adage that "what is good for the goose
is good for the gander", many books and business articles
Margaret Hennig and Anne Jardin, The Managerial
Woman (New York: Anchor Press/Doubleday, 1977), p. 162.
^^Mitchell and Burdick, The Right Moves, p. 50.
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in particular/ promote the positive effects of seeking and
15
cultivating a mentor.
Nancy Collins (1983), concludes from her research that
the following five criteria are necessary if one is to be
defined as a mentor, or one who
can provide upward mobility to a pro¬
fessional career: (1) a senior executive
or manager able to advance your career;
(2) a recognized authority in the field
who has more experience and knowledge
(but is not necessarily older); (3) in¬
fluential and close to the lines of power
and authority in an organization;
(4) genuinely interested in your growth
and development; and (5) willing to cowit
time and emotion to the relationship.'*"^
In contrast, however, Collins (1983), points out that
a mentor is not; "(1) automatically a pal; (2) on "call"
for grievances and frustrations; (3) exclusively yours; or
. . 17
(4) not to be gracefully dismissed." The author also
states that mentors are not to be viewed as helpful peers
or role models. Helpful peers are more or less on the same
level. They are "by definition, not superior and are not
in a position to influence one's career with the impact
18
that a true mentor can."
^^Ibid., p. 52.
16




Role models do not function as mentors, but mentors
can function as role models. Role models do not necessar¬
ily know that you exist. However, they can be emulated,
admired, respected, and almost worshipped, and if they
are aware of one's existence, they do not make a commit-
19
ment to your career.
The protege or mentor system is a special case of the
general social networks through which individuals get as¬
similated into the system. A promising young man is taken
under the wing of an individual in an upper-level position
to be trained, developed and acquire social status by asso-
ciation with his mentors. The practice is a carry¬
over from medieval days, when a beginner in a craft was
apprenticed to a master craftsman. The protege or mentor
system has its special value in cases where learning the




Howard S. Becker and Anselm L. Strauss, "Careers,
Personality and Adult Socialization," American Journal
of Sociolocrv 62 (November 1956): 253-263; Cynthia F.
Epstein "Encountering the Male Establishment: Sex Status
Limits on Women's Careers in the Professions," American
Journal of Sociolocrv 75 (May 1970) : 969-971; Cynthia F.
Epstein, "Equalizing Advancement Between Woman and Man,"
Training and Development Journal 27 (July 1973): 20-24.
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In addition to providing access to information and
contacts, the sponsor often plays the important function of
role model to the protege, providing crucial guidance on
how to behave in a variety of situations, what attitudes
are important, and what aspirations to form. ”The mentor,
or 'coach* sees to it that the recruit is properly groomed
and advise or cared for in the 'breaking-in' period, guid¬
ing the learner along a series of noninstitutionalized
steps leading to full organizational membership." Men¬
tors also provide means to bypass the hierarchy to short-
circuit official procedures by formal interaction.
Roles of Mentors
In Men and Women of the Corporation. Rosabeth Moss
Kanter (1977) noted that by and large, mentors can deter¬
mine who gets ahead. She states, "sponsored mobility seems
to determine who gets the most desirable jobs." To em¬
phasize her belief that sponsors are absolutely essential
for women, she made another interesting point: "It's much
. 23
harder for women (than men) to get the right mentor."
21
Veronica F. Nivea and Barbara A. Gutek, Some Ne¬
glected Properties of Status Passage (Chicago: Aldine
Publishers, 1968), as cited in Women and Work (New York:
Praeger Publishers, 1981), p. 57.
^^Rosabeth Moss Kanter, Men and Women in the Corpo¬
ration (New York: Basic Books, Inc., 1977), p. 181.
23 Ibid
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Ruth Holcomb (1980), in "Mentors and the Successful
Woman," states that, "individuals seem to need mentors most
at crisis periods or turning points in their careers.
Success or failure at these times greatly depends on wheth¬
er or not a mentor is present.
Daniel J. Levinson, who wrote The Seasons of A Man's
Life, says the most crucial function of the true mentor is
to
foster the young adult's development
by believing in him (her), sharing the youth¬
ful dream, giving it his blessing, helping
to define the newly emerging self in its
newly discovered world, and creating a system
in which the young person can work on a rea¬
sonable satisfacto^ life structures that
contain the Dream.
Collins (1985) and Reich (1985), also agree that a
mentor gives vision; provides advice, counsel and support;
advise on new positions; introduces you to the corporate
stinicture, its politics, heroes and players; imparts




Ruth Halcomb, "Mentors and the Successful Woman,"
Across the Board (February 1980): 13.
2 5
Daniel J. Levinson, The Season's of a Man's Life
(New York: Alfred A. Knopf P\iblishers, 1978), p. 99.
^®Collins, Women and Their Mentors, pp. 22-23;
Murray H. Reich, "Executive Views from Both Sides of Men¬
toring," Personnel (March 1985): 42-46.
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Drawbacks of Mentoring
Mentoring is not always effective and successful. In
reality, mentoring is a double-edged sword. A study con¬
ducted by the National Science Foundation determined that
out of 3,000 mentor-protege pairs, 34 lasted three years or
more without a verbal or physical fight terminating the re¬
lationship. More than 1,200 or 40 percent of the proteges
were fired by their mentors. Choosing thd wrong mentor,
jealousy and resentment from colleagues were other reali¬
ties cited.
For women, the situation is filled with even greater
drawbacks. This writer's research notes that professional
women can rarely enter into a mentor relationship with a
man (most mentors will be male given the scarcity of women
in positions of power) without inciting innuendo. At a
maximum, women will be the focus of damaging speculative
gossip (Bowen, 1985; Mitchell and Burdick, 1985).
A study was conducted by Reich (1985), involving male
corporate executives. A part of the susrvey concludes that
there are some drawbacks to the mentoring relationship, but
these drawbacks were not considered a serious problem.
Forty-three percent of the mentors found few or no disad-
^^Mitchell and Burdick, The Right Moves, p. 5;
Bowen, "Men Mentor Women?" p. 31-34.
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vantages? however, one-third felt that others identified
them too closely with their mentors, and one-fourth said
28
peers marked them as "his [the mentor's] person."
Identification with senior managers blocked promotions when
mentors lost favor with top officials, left the company, or
died. In addition, about one-fourth said that associations
caused a moderate amount of stress; 90 percent found them
29
to be very stressful.
The proteges studied mentioned other drawbacks of the
mentor relationship, but less frequently. They were kept
from better jobs (12%), received too much protection (9%),
and were shielded from the results of their mistakes (6%).
A significant proportion (23%) reported that one or more
negative outcomes did some degree of damage to the rela-
. . ^. 30tionship.
According to Laws (1975), while it is usually diffi¬
cult for most women to obtain the mentoring of critical in¬
dividuals at work, an occasional one does come under the
protective wing of an influential mentor. Because the
woman possesses characteristics culturally associated with
the dominant male group, this is what brings her to the
2 8




attention of the sponsor. Once the woman is brought into
the male network, to some extent, she is provided atten¬
tion, rewards and credentials that are not available to
other women. She assximes the role of the "token" and be¬
comes increasingly different from the rest of the women in
31
the workplace.
The relationship between the sponsor and the token
provides benefits for both. The female is offered access
«
and power that is not available to the majority. An avenue
for potentially influencing the course of events and exer¬
cising her talents and abilities are provided for the
female token. This special treatment usually causes for
increased distance from the majority female condition and
increased identification with the dominant male group.
Rich (1979) , notes that the token is willing, usually, to
pay this price.
The sponsor/mentor also benefits from tokenism. To¬
kenism serves to save the sponsor's conscience. "It allows
him to maintain a progressive and egalitarian self-image,
while doing little to alter conditions substantially for
31
J.L. Laws, "The Psychology of Tokenism: An Analy¬
sis," cited by Veronica F. Nivea and Barbara A. Gutek,
Women and Work (New York: Praeger Publishers, 1981), p.
58- 32
Adrienne Rich, "Privilege, Power, and Tokenism,"
Ms. (September 1979): 41-43.
22
. 33
the subordinate female class." Tokenism gives the
appearance of providing access to recognition and reward
to any "deserving" woman, while actually operating to
maintain the traditionally discriminatory reward system.
According to Nivea and Gutek (1981), tokenism, by
nature, restricts the number of people from the non-domin¬
ant group who will be allowed inclusion, and severely
34
limits the system they enter. These restrictions,
which distinguish the token from the true protege, are not
overt. The writer's review of the literature reveals that
in most cases, they are disguised by the promise of general
mobility advertised by the sponsor-token relationship.
Epstein states that women are rarely sponsored in the
mentoring process. While many potential mentors would be
happy to have a woman assistant, the mentor (usually male)
often finds it difficult to accept her as his protege, that
is, someone who would most likely be his successor and po¬
tential peer. Often the mentor makes assumptions about her
relative lack of career commitment and drive that may pro¬
duce reluctance to engage in a long-term professional in¬
volvement.
33
Veronica F. Nivea and Barbara A. Gutek, Women and
Work; A Psychological Perspective (New York: Praeger
Publishers, 1981), p. 58.
^^Ibid.
35
Epstein, "Encountering Professions," p. 970.
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Many women are not as sensitive as their male counter¬
parts to the need to link themselves with someone in the
organization who could teach and protect them, and further,
their progress in the work place. Many women such as the
managers studied by Hennig and Jardin (1977), assume that
their superior competence and technical ability are the
true determinants of advancement, and that for excellent
performance, they will be noticed and rewarded by their
superiors.3S
Women wait to be chosen, relying on beliefs about the
effectiveness of the formal structure and the way things
ought to be. For example, Schreiber (1979), found the big¬
gest worry of women entering into previously all-male tech¬
nical jobs was whether or not they would be able to do the
job. Many of their male counterparts are concerned
with informal ties of loyalty and dependence, which can
make the critical difference in an employee's life and
movement at work. Reich (1985), states that female top
executives must develop high potential subordinates to
replace them as they move up the ladder; if they do not,
3 6
Margaret Hennig and Anne Jardin, The Managerial
Woman (New York: Anchor Press/Doubleday, 1977), p. 167.
37
Veronica F. Nivea and Barbara A. Gutek, Changing
Places: Men and Women in Traditional Occupations (New
York: Praeger Publishers, 1981), p. 58.
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they are unlikely to be promoted themselves. However,
Reich, notes that some women respondents to his question¬
naire argued that mentors are not necessary for advance¬
ment, that they can hurt a career, and that they must in
any case be chosen with great deliberation. Some profes¬
sionals advise women to select their mentors as carefully
39
as they do their husbands.
Other women noted that relationships with male mentors
can become sexual and warned that some invitations to help
may be disguised sexual advances. It is contended by many
women that the "old boy” networks often control promotions,
which can result in the best qualified candidates being
passed over for the choice assignments (Reich, 1986).^°
Reich's (1986) "The Mentor Connection," points out
that only half of the women he studied directly supervised
their proteges, compared with 74 percent of the men. More
significantly, the study revealed that most (90%) were men¬
tors of other females; less than 5% of the men had chosen
female proteges. One possible reason is that men still
resist helping qualified women because of sex stereotypes.
Further, women are more likely to be in mentoring positions
vis-a-vis other women than men are. Undoubtedly, many
38
Reich, "Executive Views," p. 45.
^^Collins, Women and Their Mentors, p. 40.
"^^Reich, "The Mentor Connection," Personnel
(February 986); 50-56.
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women felt a responsibility to assist high potential women
in advancing their careers.
A pubic administrator in the study noted that her
mentor supported her in taking risks as well as listened to
her problems. "Female mentors are important to women; they
prove to women that it can be done." The mentor helped
her to view differently job changes, take risks others see
as potential mistakes, and move from viable positions to
others of greater challenge. The female mentor gave her
the emotional strength to deal with issues facing women
in management, such as sexist attitudes, career and fami¬
ly.
Betty Harragan, author of Games Mother Never Taught
You, emphasizes that not only are women not playing with
the "Big Boys", but that they do not know what games they
are playing. She repeatedly says that until women know how
to play the games, they will not be accepted. Harragan
notes that women should not try to change the rules, but,
43
simply "try to join the game!"
Women are slow to learn that the game of work has its
own rules and customs, not only set up by men, but control-
^^Ibid., p. 55.
^^Ibid., p. 51.
Betty Lehan Harragan, Games Mother Never Taught
You (New York: Warner Books, 1977), p. 23.
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led by men. One game is the mentor game, and women need to
understand it as men do. In discussing the invasion of
women in the corporate hierarchy, Harragan states.
Understandably, most of them are
totally unprepared for the situations they
will encounter. Worse yet, the vast major¬
ity are oblivious to the fact that they are
stumbled onto a playing field where the rules
of participation are rigidly enforced and
the criteria for success are known to all but
them.'*^
Women, like men, have gained from being proteges and
mentors. Literature reveals that as proteges, women appre¬
ciated the increased opportunity to develop their abilities
and be creative. More importantly, Harragan (1977), and
Reich (1986), state that women gained greater self-confi¬
dence through the mentor relationship and that has enhanced
. . 45
their awareness of their strengths.
Both men and women valued the opportunity to make
tough decisions, learn management skills, join winning
teams, develop useful contacts, and achieve more rapid pro¬
motions. According to Reich, more women than men reported
that mentors stimulated their thinking (84% vs. 77%),
gave them feedback about their weaknesses (78% vs. 66%),
and allowed them to set their own job goals (80% vs. 72%).
^^Ibid., p. 23.
^^Ibid., p. 25; Reich, "Mentor Connection," p. 50.
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It is apparent that more women than men felt that mentors
helped them find and use their talents. Fewer women than
men (44% vs. 66%) felt that senior management recognized
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the worth of mentoring.
Collins (1983), does not feel that more than one men¬
tor relationship is feasible at any one time, and she also
notes that there are reseachers who disagree with her.
Collins feels that the relationship is too intense and
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involves too much commitment.
A good mentor relationship can encourage or bring
forth other kinds of relationships, "encouraging boss,
helpful peers, role models, networks, and supportive pro-
fessional groups." It is noted that networking rela¬
tionships are especially important to women who are serious
about getting ahead. However, Mitchell and Burdick, point
out that "networks for women are theoretically composed of
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individuals in different levels of organizations."
These women are united by a common bond of being females in
business. They meet in some regular fashion to share their
experiences and to lend a helping hand to their fellow
"networkers." It questioned why the "old girl network"
^®Ibid., p. 50.
^'collins. Women and Their Mentors, p. 54-55.
^®Ibid., p. 55.
4 9
Mitchell and Burdick, The Right Moves, pp. 40-41.
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does not work. The authors state that "there is a basic
element missing from the embryonic old girl network that is
intrinsic to the all-male alliance. The men's network has
the advantage of power at the top of organizations.
Firstly, most women's networks lack representation of
top echelon women. This results in a group of women mostly
from the lower level, who are not in position to help
someone else get ahead. Secondly, many networks become
refugees for women who are insecure about themselves
and their jobs and want the security of a group. These
women usually end up exchanging emotional support with
women in identical situations, and, thirdly, networks are
viewed as opportunities to get "a foot in the door" of
another company.®^
Researchers who disagree with having just one mentor,
justify their position by stating that if one's mentor
loses power within the organization, the mentee/protege
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can move on with another.
Other researchers added that if the protege is related
to a number of mentors, she/he will not get all the ad¬
vice and view of the business filtered through a single




Collins, Women and Their Mentors, p. 55.
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too personal and intense to shift mentors in a short
period, but she (Collins, 1983), agrees that as in most
CO
issues, there are always two sides.
Gail Sheehy, author of Passages, wrote an article for
New York Magazine (1976), entitled "The Mentor Connection:
The Secret Link in the Successful Woman's Life." In this
article, she stresses the importance of successful women
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having more than one mentor.
Rosalind Loring and Theodore Wells (1972), state in
their book. Breakthrough: Women Into Management, that man¬
agement-directed women find few women mentors available
and that it is rare for a man to choose a woman as a pro¬
tege. This sets up an insidious cycle: women do not ad¬
vance rapidly in part because they lack the insights and
contacts women managers could give them, resulting in very
^ 55few women.
Women executives and managers should be encouraged to
pursue such roles, but it must not be women alone who are
5 g
made responsible for women (Loring and Wells, 1972).
^^Ibid., p. 55.
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Gail Sheehy, "The Mentor Connection: The Secret
Link in the Successful Woman's Life," New York Magazine
(April 1976): 23-25.
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Rosalind Loring and Theodora Wells. Breakthrough:




This study employs both quantitative and qualitative
research methods and data were analyzed in frequency ta¬
bles. As previously defined, a mentor is an influential
authority in an individual's field; is interested in an
individuals growth and development; and is willing to
commit time and emotion to the relationship.
Population and Sample Procedure of the Study
The 54 names of women in middle management positions
or above in the City of Atlanta composed the initial pop¬
ulation from which a sample was drawn. One name was se¬
lected at random from each department and/or bureau where
there was a female manager for a total of 20 names. From
the remaining 34 names, 15 names were randomly selected,
bringing the total to 35. One questionnaire was personally
delivered to each participant and each was informed that
the questionnaire would be picked up by the researcher on
the following afternoon.
Twenty-six questionnaires were picked up, four arrived
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via mail after the data had been computed and five managers
failed to respond.
Instrumentation
Survey research provides a means for greater assurance
of anonymity, it limits interviewer bias, and provides ac¬
cessibility to larger numbers of persons. The feasibility
of survey research is that it is used to increase the
knowledge about problems that affect a wide variety of
people.
A 42 item questionnaire was constructed, containing
two open-ended questions and space for additional comments
(see Appendix D).
There were two methods used to test the validity of
each questionnaire item, as well as the survey instrument
in total. Firstly, a group of female managers in Atlanta
City government examined the questionnaire and suggested a
few modifications. Secondly, the questionnaire was pre¬
tested on two managers and one administrator, which re¬
sulted in the questionnaire format. All suggestions for
modification were incorporated into this draft of the
survey instrument.
V. ANALYSIS OF FINDINGS
The respondents were asked what their job titles were.
The most common job title of women in management positions
was director, followed by chief (see Appendix C). Sixteen
respondents to the questionnaire were black, nine were
white, and one unidentified. Thirty-six percent of all
respondents were between the ages of 31-40, 56 percent
were 41-50, four percent were 51-60, and four percent were
over 61 years of age. Sixteen percent of the respondents
had masters and J.D. degrees.
The greatest number of women (10 or 38%) make between
$31,000-$40,000 per year. This was closely followed by
seven respondents (27%) who make over $50,000. This is
probably in line with professional salaries in general for
the female population. It would be of interest for future
researchers to compare the salaries of females with those
of males in similar or like positions, since the literature
review indicates that most female salaries are undoubtedly
less than their male colleagues.
The marital status was almost surprisingly similar in
responses. With 26 responses, almost half of the women
were married (11 or 43%), and of the remaining 56 percent,
seven were single or divorced.
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This writer was surprised with the response to the
question in the survey regarding the number of children of
the respondents. Of the 25 respondents who answered this
question, almost half (44%) of the females in the study had
no children! Five respondents (20%) indicated one child,
four respondents (16%) indicated two children, three re¬
spondents (12%) indicated three children, and two respon¬
dents (8%) indicated four or more children in the house¬
hold. No responsibility in the child-rearing area undoubt¬
edly leaves both more flexible time for work as well as
longer available hours.
The number of years in which the females had been
employed with the City is shown in Table 1.
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TABLE 1
Number of Years with the City of Atlanta
Response N % Total of Respondents
Under 1 year 0 0
1 to 5 years 5 19
5 to 10 years 7 27
10 to 15 years 12 46
Over 15 years 2 8
Total 26 100
Source: Compiled from responses to the questionnaire.
The majority of the respondents (46.2%), had been
employed with the City from 10 to 15 years. This seemed
consistent with the fact that a middle management position
was not an entry level position, and therefore, unless
people were hired for this position, they would have been
with the City for a number of years. None of the respon¬
dents had been with the City for less than one year.
The respondents involved in this study were asked if
they were hired for their present positions. Over half
73%) of the respondents in this study indicated that they
were not hired for their present positions. It would ap-
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pear that the City may do its promoting from within the
organization. Many of the respondents joined the manager¬
ial ranks with the City from a variety of entry level
positions, as indicated in Table 2, which follows.
TABLE 2
Entry Level Positions from which Female Managers
were Promoted






Coordinator Action Center (Admin. Asst. IV) X
Court Clerk X
Director, Bureau of Cultural Affairs X
Director of Budget X
Management Analyst I*
News Secretary X








Source: Compiled from responses to the questionnaire.
*Do not know response/no response
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Five of the respondents (19%) in the study were pro¬
moted within their departments, while eight respondents
(31%) were promoted to a new department. It should be
noted that office related positions (6%) were cited the
most often by respondents as their position when hired. It
is interesting to note that in the review of relevant
literature many young women seeking management positions in
the business world were told, "Do not tell the interviewer
that you know how to type or you will only end up as a
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secretary." The office related position still seems
to be the most frequent way, for many, for entering manage¬
ment positions. Even Hennig's (1971) top women executives
all entered their companies as secretaries. Apparently,
such is not the case in Atlanta City Government. What
seemed to be important was not "how" they got into City
government, but "what they did" after arriving. The entry
route for male managers was quite different however.
(Rarely, if ever, did they enter as a secretary!)
The respondents were asked how many jobs they held
within the City before they obtained their present posi¬
tions. This data is reported in Table 3, which follows.
^^Margaret Hennig and Anne Jardin, Tlie Managerial
Woman (New York; Anchor Press/Doubleday, 1977), p. 54.
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TABLE 3
Jobs Held Before Obtaining Present Position
Responses N % Total of Respondents
One Job 8 31
Two Jobs 5 19
Three Jobs 3 11
Four Jobs 0 —
Five Jobs 4 15
Six Jobs 0 —
Seven Jobs 1 4
No Response 5 20
Total 26 100
Source: Compiled from responses to the questionnaire.
Fifty percent of the respondents had held one to two
jobs prior to obtaining their current position, while 20
percent did not respond to the question. This again is
in line with the fact that a middle management position is
not an entry level position, and a person would ordinarily
have at least one other position before going into middle
management. Four respondents (15%) said they had five jobs
before obtaining their present position.
The respondents were asked if they had received spe¬
cial training for their current position. Responses to
this question are indicated in Table 4.
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TABLE 4
Training Received by Respondents
Responses N % Total of Respondents
Received Training 3 17
Did Not Receive Training 15 83
No Response 8 —
Total 26 100
Source: Compiled from responses to the questionnaire.
Only three (17%) received special training before
being promoted to their present positions. Fifteen (83%)
of the respondents received their training either at the
university level, through on-the-job training at the City
or from previous jobs elsewhere.
In response to the question regarding discrimination
in promotion, two respondents (8%) stated that they be¬
lieved they had lost a promotion to a man when they were
equally qualified. Surprisingly, over half (23 or 88%) of
the respondents did not believe they had been discriminated
against through losing a job to a man. Of the three re¬
spondents (12%) who had turned down promotions, one stated
that she did so because she was told supervisory scope was
limited. One respondent cited not being interested at the
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time in "an unclassified and less secured position", and
one cited "simply not interested".
When asked the question, "How many mentors have you
had since working with the City?", eight respondents indi¬
cated "one", seven respondents indicated "two", six indi¬
cated "zero", one responded "three", and one responded
"four or more" (see Table 5, which follows).
TABLE 5
How Many Mentors Since Employment with the City
Responses N % Total Respondents
0 Mentors 6 24
1 Mentor 8 32
2 Mentors 7 28
3 Mentors 3 12
4 Mentors 1 4
No Response 1
Total 26 100
Source: Compiled from responses to the questionnaire.
When asked about the duration of the relationship be¬
tween their mentors and the female managers, there were 27
responses instead of 26. This was due to the fact that one
respondent answered the same question twice. Fifteen (60%)
answered that their relationship was "still continuing”,
two (8%) replied "over 5 years”, another eight percent
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stated "1 year or less", one replied "two to three years",
one stated, "three to four years", one replied, "four to
five years", and five respondents failed to respond.
Table 6, which follows, indicates how many of the re¬
spondents were willing to be a mentor.
TABLE 6
Female Managers Willing to be a Mentor
Responses N % Total of Respondents
Feel Strongly and Would
Go Out of Way 10 38
Yes, If Asked 10 38
Undecided 3 12
No 1 4
No Response 2 8
Total 26 100
Source: Compiled from responses to the questionnaire.
Seventy-six percent (20) of the respondents indicated
that they felt strongly and would go out of their way to
become mentors or they would serve as mentors if asked,
while 12 percent were undecided. One respondent answered
"no" to the question.
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When the respondents were asked if they directly su¬
pervised their proteges, if they were a mentor, 35 percent
(10 respondents) replied "yes”, 19 percent (5 respondents)
replied "no", one respondent stated "yes and no" (she had
two proteges), while 42 percent (11 respondents) did not
answer the question.
When asked if women were more likely to be in mentor¬
ing positions vis-a-vis other women than men are, 52 per¬
cent of the females agreed that women were more likely to
mentor other women than men, versus 48 percent disagreeing.
Mitchell (1985) states that a lower level management
person may encounter a "Queen Bee"; a woman who has been
the love female in a particular area of a company and has
enjoyed the attention and visibility. A "Queen Bee" can
react strongly to the presence of another aspiring female
and as a result, rather than helping another woman, she
may secretly try to sabotage her so that she can regain
her status. Therefore, due to this kind of insecurity,
females who have acquired middle to upper management
status may hesitate to acknowledge other females' growth
and talent and will not consider her as a protege.
When the respondents were asked to identify three
words that best described their mentor, the following words
were chosen (beginning with the most frequent). Table 7
gives a listing of the most frequently used words.
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TABLE 7













Source; Compiled from responses to the questionnaire.
♦Total is greater than 26, due to multiple responses.
When the respondents were asked to identify all the
ways in which their mentor(s) helped their career, they
wrote (in order of frequency) the following replies (see
Table 8, which follows).
When asked about the contributions of mentors to their
careers, 26 responded; 7 respondents (37%) indicated "very
valuable" to the question, six (32%) indicated "some
value", four (21%) responded "valuable", and two (11%)
replied "limited value". When asked if their mentors had
been men or women, of the 26 managers responding, 10 re-
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plied "men”, four put "women", and 7 indicated "men and
women equally". The writer feels this answer is certainly
typical of professional women everywhere.
TABLE 8
Ways in Which Mentor Helped Career
Responses N*
Gave advice and counsel, guidance 17




Critiqued your work 14
Increased self-confidence 14
Acted as sounding board 13
Provided opportunity 12
Gave recognition 10
Taught organization's rules 7
Got you promotion 7
Put you on the visible "fast" track 5
Took risks for you 4
Provided extra training 4
No response 4
Totals 168
Source: Compiled from responses to the questionnaire.
*Totals are greater than 26 due to multiple responses.
The respondents were then asked to coinment on whether
or not they felt mentors were more valuable to men than to
women. With 26 managers responding, 15 replied "about the
same", eight stated that mentors were "more important to
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women", and one stated that mentors were "more important
to men". In addition to this question, the female managers
were asked if their mentors had been their boss. Fifty-
four percent (17) responded "yes", 31 percent replied
"no", and four respondents (15%) did not respond. But to
show that professional women do know the rules, of the 26
managers responding to the next question, "Should mentors
be your boss?", 16 (67%) replied responding to the next
question, "Should "possibly", while seven (29%) answered
"yes", and one (4%) replied "no". It would appear that
women are sophisticated in this area, but just have not
been able to find the ideal mentor.
There were three questions under, "What started the
relationship," and of the 21 responses, 16 (62%) stated
that they "fell into it" and two (8%) replied that they
"had been selected". Two respondents stated that they
"selected" and "had been selected", one respondent (4%),
stated that she "selected" her mentor. Thus, it appears
that not enough thought is given to who selects whom, and
that the respondents have not been assertive enough in
their search for a mentor.
As to the question of whether in addition to mentors,
women have had role models, 66 percent replied affirma¬
tively to having had role models and helpful peer experi-
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ences. Thus, women seem open to learning and eager for
this kind of help.
When asked, "How many mentors have you had since work¬
ing with the City of Atlanta?", of the 24 managers respond¬
ing, six females said "zero", eight females said "one",
seven females said "two", three replied "three". One
question that was in the relevant literature was, "Have
you surpassed your mentor?" Of the 22 managers who re¬
sponded, 19 percent (5 respondents) replied "yes", 65 per¬
cent (17 respondents) said "no". Of the five respondents
who answered "yes", one noted that she had surpassed her
mentor in all the aspects in which he could teach her. In
contrast, one respondent stated that.
Mentoring, in my opinion, is a process
of rounding out the potential of the protege,
fueled by the protege's drive and commitment
to fulfill him/herself. Therefore, the notion
of surpassing another person (mentor of other¬
wise) in career achievement is inconsistent
with the concept of mentoring. Each of us
selects our own career, and self-fulfillment
is its achievement.
The respondents were asked when did their plans to
become a manager begin. Interestingly, an overwhelming
majority (77% or 20 respondents) answered that their plans
to become a manager began while working, 11 percent (3
respondents) answered "in high school", and one respondent




There was . a section in the questionnaire which was
optional. Here the respondents were asked to make anv
comment regarding their mentors, whether or not the topic
was covered in the survey. The writer subjectively select¬
ed the following remarks as most poignantly indicative of
the sample at large. The respondents wrote:
Mentoring is a very worthwhile endeavor
to consider in attempting to upgrade the level
of women in managerial positions in any or¬
ganization. But, my tenure with the City
of Atlanta has not afforded the benefits of
a mentor. The promotion or positions which
I have acquired were the result of self
initiative.
My most significant mentor was and still
is the women who hired me for my first full¬
time job in 1972. My only mentor experience
in City government was a man from 1983-85
when he left to take a more significant
position elsewhere. There are very few men¬
tors available to women in City government.
Unfortunately, I have never had a men¬
tor. However, I feel that if I had had
one, I could have progressed faster and
been more confident of myself and my
abilities.
My mentor always supported my growth
and I admire her deeply. We were then and
we are now loyal to each other and I am
proud and appreciative to have her for a
friend.
Females are also biased when acknowledg¬
ing other females' growth, position and ac¬
complishments.
VI. CONCLUSION AND RECOMMENDATIONS
Traditionally, women's mentors have been men, and
this study reinforced this knowledge. The mentor rela¬
tionship is described as almost like one of fondness and
respect. It is intense and there is mutual trust, caring,
confidentiality and a willingness to share victories and
defeats.
From this survey and from the writer's reading of the
literature of men and their mentors on similar professional
levels, the following broad conclusions can be drawn.
1. Women do not understand the "mentoring concept"
as well as men. Women still feel "threatened"
by openly sharing information and are not as
comfortable in being "coached or guided".
2. Studies have proven that successful men at the
top echelon of their organizations believe, "Men¬
tors often determine who gets ahead," "having
a mentor is crucial if you want to make it,"' and
"everyone who succeeds has had a mentor." Men
are trained to look for a mentor, or god-father.
Women are not aggressive in seeking this rela¬
tionship and over half who found mentors reported
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that they "fell into it." Only seven percent
reported that they had "selected their mentors".
3. More men than women stated that they "surpassed
their mentors". This is not a surprise because
most women have not experienced upward mobility
like men, thus, they do not have any/many oppor¬
tunities to surpass their mentors.
4. Men have three to five mentors in the course of
their working careers. Women in this study tend
to have one to three. The majority have only one
at a time.
5. Studies on men point out that mentors are valu¬
able to them in ways they felt were unique to
males. The crucial role of their mentor was:
a. developing leadership
b. developing the ability to take risks
c. giving direction
d. letting them know what is going on.
Women, bn the other hand, said their mentors
were beneficial in:
a. giving encouragement and support
b. instilling confidence
c. providing growth opportunities
d. giving visibility within the organization
Thus, the writer draws the conclusion that the role of
mentors for women tends to be oriented towards more support
and encouragement, while men are more interested in learn¬
ing aggressive skills such as leadership and risk-taking.
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In reviewing the literature, it became apparent that
the concept of mentoring amongst females, as a function of
career advancement, was and is not practised as it is
amongst men within an organization. Based upon the re¬
searcher's findings, such is not the case with the females
who are managers with the City of Atlanta. Their problem,
as it relates to mentoring, is that their mentors (for the
majority respondents), are not and were not from the City.
There exists a genuine interest and enthusiasm for
mentor relationships to take place within City government;
however, it is felt that it must be an informal and volun¬
tary process. Results of the questionnaire, in particular,
revealed this thought.
Mentoring, in its entirety, may never be fully under¬
stood. What is known is that the results are greater than
the sum of its parts, and also, that there are common
threads which run throughout the relationship.
The knowledge acquired not only from the females in
the survey, but from the review of literature, could be
useful in setting mentor/protege goals for the next years
to come. Their experience and insights could influence the
structure and success of future relationships as well.
Many of the respondents agreed that their success was
in a large measure influenced by the mentoring they re¬
ceived. It was also agreed by the majority who had mentors
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that mentoring was definitely an important and valuable
part of the advancement to management.
When the respondents were asked to select three words
that best described their mentor, the top line responses
in order of frequency were; (1) respect [18], (2) trust/
confidence [10], (3) friendship [9], (4) support [8], and
(5) admiration and loyalty [7]. The respondents were
allowed space for additional comments.
There was also a general agreement that a good mentor
"must be able to serve as a role model because of their
achieved success." One respondent replied that a mentor
must be willing to devote the time needed to develop the
relationship.
Recommendations
1. Upper and middle level female managers in Atlanta
City government should encourage and recognize
a more penetrating kind of mentor relationship.
2. Female upper-level managers should put more ac¬
cent on professional activities that give lower-
level females greater contact with those on a
high level throughout the City.
Upper-level female managers in City government
have an obligation to better identify themselves
as potential mentors; they need to be given more
3
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opportunities to develop talent. A mentor role
can enhance the power and prestige of the mentor.
She should be seen more clearly in her role of
inspired teacher, wise and trusted counselor, and
be given the credit due to her contributions.
4. Lower-level females in City government, aspiring
to be upper-level females, must network due to
few women in higher level positions who are
hampered by shortage of time to act as mentors.
5. Lower-level females in City government must ag¬
gressively and carefully select upper-level fe¬
male managers as mentors. They must not wait
to be identified but should choose their men¬
tors as carefully as they would a spouse.
6. The City of Atlanta should establish a formal
intern/fellows program with special emphasis
placed on females interested in City government.
The female interns/fellows would be selected
from colleges and universities to be sponsored
by middle to upper-level female managers. These
managers in-turn would serve as mentors to them.
The notion of a mentor is a new one, although the
process is a very old one. Some of the respondents replied
that mentors have not furthered their own career in a
teaching sense, like showing them "how to". They do
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say, however, that they have been signaled out at some
crucial points in their career, and given a tremendous re¬
sponsibility, and were told to "go do it". Thus, they
were put in a visible position and given the opportunity to
show what they could do.
An overwhelming majority of the respondents who have
been mentored state that they have stayed in touch with
their mentor(s) after the formal relationship ended.
While women need to fully understand the benefits of
the mentoring relationship, they need to know that it can
be a cyclical one. There are negative effects as well as
positive ones, and a woman should not continue to cling to
her mentor longer than is useful to her career.
Since men are beginning to recognize that women have
tremendous potential in the work force (Atlanta City gov¬
ernment is a forerunner in this recognition) they need to
be aware that they are not teaching women, in general, the
same leadership and risk-taking skills that they are teach¬
ing men. Men also need to recommend competent women for
boards and other positions of power.
The upper-level women in positions of power in the
City of Atlanta, are to be applauded in their aggressive
efforts to go out of their way to identify younger women,
and in some instances, older competent women to mentor.
Upper-level female leaders in the City of Atlanta govern-
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ment need not only to agree when asked to be a mentor, but
seek out bright proteges. Thus, women are beginning not
only to work together, but to actively help each others'
climb to the top.
Finally, the female managers who are truly committed
to their careers with the City should realize the value of
mentoring to the careers of both themselves and the pro¬
tegees). These women should set the climate to encourage
more of their peers to act as mentors to other bright and
upcoming female managers. The lower-level female, who is
mentored, will focus her skills on the aims and needs of
the City of Atlanta.
APPENDIX A





T»l. (St-^lOO Aim cm* A04
MAVMAAO JACKSON. MAYOR








SUBJECT: Equal Employment Opportunity Policy
CERALAiNC H. CLOER
Cnitl •! St* II
CECELIA A. HUNTER
EaacuiM S*c/«uiy
Since the becinning of my Administration, I have
strongly emphasized a policy to work continually
towards insuring that equal opportunity becomes
a reality in the City of Atlanta. This policy
requires that in the areas of' recruitment,
employment, development and advancement, equal
opportunities will be made available for all
employees and applicants for- employment without
regard to race, color, religion, sex, age,
national origin or handicapped condition(s) ..
Civil rights laws and court decisions such as
Bakke, encourage properly tailored affirmative
action plams which provide access to public
programs and jobs. Many individuals -and •
institutions, however, have been negligent in
meeting the requirements of equal employment





Consequently, the denial of equal access for
development and growth continues to exist in
a variety of forms. Much too often, women
find themselves locked into stereotyped roles
that prevent them from realizing their full
potential.
In a similar manner, persons with handicapped
conditions have been underutilized and excluded
from full participation in . the mainstream of the
working ‘World. As pacesetters in the public
sector, we must stop thinking in terms of dis—
abili.ties, and recognize handicapped persons*
qualities and abilities-.
Men and women of all racial .and ethnic backgrounds
as well as qualified persons with handicapped con¬
ditions must be encouraged and atl-lov/ed to serve in
positions, where they can participate and coatribut
to the decisicn-making process.
With your assistance, this Administration has
developed and implemented meaningful affirmative
action programs and activities which have
increased mincrity and female participation in
City covernm.er.t. Kcv;ever, much remains to be dene
We, the Executive Branch of the City of Atlanta,
must continue to aggressively pursue E20 coals
and objectives. Increased creativity and
accountability on the part of managers and
supervisors is essential in assuring equal
employment opportunities in all City operating
facilities.
Ycur continued cooperation and support in
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APPENDIX C
POSITIONS HELD BY FEMALE MANAGERS
IN ATLANTA CITY GOVERNMENT
Positions Held bv Female Managers










Deputy Director, Correctional Administrative Services Officer
Deputy Solicitor
Director, Bureau of Personnel and Human Resources
Director of General Services
Director, Mayor's Office of Community and Citizen Affairs
Director, Traffic Court
Employment Manager (Personnel)
Executive Director, Atlanta Urban Design Commission
Legislative Liasion
Manager (unidentified department/bureau)
Office Directors (3) (unidentified department/bureau)
Personnel Manager, Motor Transport
Program Operations Director
Systems and Programming Assistant Manager
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APPENDIX D




TO: Women in Management Positions, City of Atlanta
FROM: Odessa L. Crenshaw,
University
M.P.A. Candidate, Atlanta
SUBJ: Female Managers and Mentoring: Questionnaire
DATE: May 13, 1987
As you know, current legislation efforts to bring
about a fairer distribution of men and women within the
organizational hierarchy have had quite an impact on busi¬
ness and industry today. Often-times, organizations find
themselves in a "bind" when they try to meet the demands
of these governmental pressures because many have claimed
that they have difficulty in finding women adequately pre¬
pared for management positions.
Because you have already gained expertise and experi¬
ence through your management position, you, as women, are
in a unique position to help in the preparation of new
women managers.
As part of my Master's requirement at Atlanta Univer¬
sity, and as a 1985-86 intern (Personnel Analyst/Recruit¬
ment) with the City of Atlanta, I am asking women in man¬
agerial positions about themselves, their jobs, and the
idea of mentoring.
For the purposes of this study, a mentor is defined as
being a trusted counselor or guide, a tutor or coach, an
authority in his/her field, influential, interested in your
growth and development, higher up on the organizational
ladder and willing to commit time and emotion to the career
relationship.
The results of this survey will be used in determining
vrhether or not mentors play a role in professional and
nanagerial women's climb to the top. Since only 51 women
have been identified as managers/administrators iii Atlanta
City government, and are being sent the accompanying ques¬
tionnaire, it is important that I receive your response
for the completion of my thesis research.
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You are assured that all responses will be handled in
the strictest confidence and that they will in no way ef¬
fect your status with the City of Atlanta. I would greatly
appreciate your taking 15 to 20 minutes of your time to
complete this questionnaire and return it to me by May 21,
1987. A self-addressed stamped envelope is enclosed for
your convenience.





How many years have you been with the City of Atlanta?a.Under 1 b. 1 to 5
c. 5 to 10 d. 10 to 15
e. Over 15
Were you hired or promoted to your current position?
a. Hired b. Promoted c. Appointed
If promoted, what was your job title when hired?
If promoted, how many jobs did you have with the City
before you were promoted to this one?
If promoted, did you receive special training to ob¬
tain this job?
a. Yes b. No
If yes, where
Within the past 5 years, to your knowledge, have you
lost a promotion to a man when you were both equally
qualified?
a. Yes b. No
Have you ever turned down a promotion?
a. Yes b. No
If yes, circle all the following reasons that apply;
a. family responsibilities
b. husband's opinion
c. conflict with husband's job




10. How many mentors have you had since working with the
City of Atlanta?
a.O b.l C.2 d. 3 e.4or more
11. Thinking only of the most significant mentor in your
life, was he or she:
a. Younger than you
b. Same or slightly older than you
c. 5 to 10 years older than you
d. 11 to 15 years older than you
e. Over 20 years older than you
12. Race of mentors:
a. Black b. Caucasian c. Hispanic
d. Amer. Indian e. Asian f. Other
(specify)
13. How long did the relationship last?
a. 1 year or less b. 2 to 3 years
c. 3 to 4 years d. 4 to 5 years
e. Over 5 years f. Still Continuing
14. Why did the relationship end?
a. Still going on b. Employed elsewhere
c. Relocated d. Conflict
e. Other
15. Is your most significant mentor presently in the:
a. Pxiblic sector b. Private sector
c. Other d. None
16. Have you had a mentor within Atlanta City Government?
a. Yes b. No
(DO NOT ANSWER # 17 WHICH FOLLOWS)
17. List three words (in order) describing your feelings
about your mentor: (If no mentor, please list three
words describing what you thing a mentor should be.)
1. 2. 3.
65
18. Have you ever surpassed your mentor in career achieve¬
ments?a.Yes b. No
19. Would you be willing to be a mentor?
a. Feel strongly and would go out of way
b. Yes, if asked
c. Undecided
d. No
*(Answer only if you are a mentor.)
*20. If you are a mentor, do you directly supervise your
protege(s)?
a. Yes b. No
21. Do you believe that men still resist helping quali¬
fied women becaomse of sex stereotypes?
a. Yes b. No
22. Women are more likely to be in mentoring positions
vis-a-vis other women than men are.
a. Agree b. Disagree
23. Please circle the three words that best describes the
way you felt about your mentor:
a. respect b. Admiration
c. Trust/confidence d. Loyalty





h. Awe24.Please circle all the ways in which your mentor(s) have
helped your career:
a. Taught organization's rules
b. Provided opportunity
c. Increased self-confidence
d. Gave advice and counsel, guidance
e. Got you promoted
f. Put you on the visible "fast" track
g. Gave encouragement
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h. Critiqued your work
i. Helped formulate career goals
j. Gave recognition
k. Took risks for you
l. Acted as sounding board
m. Spoke well of you
n. Challenged you
o. Provided extra training
Mentor Experience
Please circle the most appropriate answer to the following
1. Do you feel mentors have been valuable in your ad¬
vancement to your current position?
a. Very valuable b. Valuable
c. Some value d. Limited value
2. Do you feel mentors are valuable in career advance-
ment of women generally?
a. Very valuable b. Valuable
c. Some value d. Limited value
e. No value
3. Were your mentors
a. Mostly men b. Mostly women
c. Men and women equally d. Did not have a mentor
4. In addition to mentors, or in place of,, have you had
a. Role models b. Helpful peers
c. Teacher relationships d. One or all of these
5. Are mentors more important to men than to women?
a. Yes b. About the same c. No
6. To your knowledge are men' s mentors
a. Mostly men b. Mostly women
c. Men and women equally
7. Have your mentors been your boss?
a. Yes b. No
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8. Should your boss be your mentor?
a. Yes b. No c. Possibly
9. If you had a mentor
a. Did you select him/her? b. Did you "fall into" it?
c. Were you selected?
10. When did your plans to become a manager begin?
a. In high school b. In college
c. In graduate school d. While working
11. Who most influenced your career choice?
a. Father b. Mother




1. Job Title: Class




b. White c. Hispanic
e. Amer. Indian f. Other
3. Your Age:
a. Under 30 b. 31-40
d. 51-60 e. Over 61
4. Your Education:
c. 41-50
a. High school diplomac.Master's degree
e • J • D •





6. Your Marital Status:
b. $21,000-30,000
d. $41,000-50,000
a. Single b. Married c. Separated
d. Divorced e. Widowed7.Number of Children:




Collins, Nancy. Professional Women and Their Mentors.
Englewood-Cliffs, New Jersey: Prentice-Hall, 1983.
Crawford, Jacqueline, S. Women In Middle Management.
Englewood-Cliffs, New Jersey: Forkner Publishing,
1977.
Epstein, Cynthia F. Women's Place: Potions and Limits in
Professional Careers. Berkeley: University of Cali¬
fornia Press, 1970.
Harragan, Betty Lehan. Games Mother Never Taught You. New
York: Warner, 1977.
Hennig, Margaret and Jardin, Anne. The Managerial Woman.
New York: Anchor Press/Doubleday, 1977.
Kanter, Rosabeth Moss. Men and Women of the Corporation.
New York: Basic Books, Inc., 1977.
Laws, J.L. The Second X: Sex Role and Social Role. New
York; Elsevier, 1979.
Levinson, Daniel J. The Season's of a Man's Life. New
York; Knopf, 1978.
Loring, Rosalind and Wells, Theodora. Break Through; Women
into Management. New York; VanNostrand Reinhold,
1972.
Mitchell, Charlene and Burdick, Thomas. The Right Moves.
New York; Macmillan Publishing, 1985.
Nivea, Veronica F. and Gutek, Barbara A. Women and Work;
A Psychological Perspective. New York; Praeger, 1981.
Schreiber, C.T. Changing Places; Men and Women in Tradi¬




Becker, Howard S. and Strauss, Ansel L. "Careers, Person¬
ality and Adult Socialization." American Journal of
Sociolocw 62 (November 1956); 253-263.
Bowen, Donald D. "Were Men Meant to Mentor Women?" Train¬
ing and Development Journal (February 1951): 31-34.
Chusmir, Leonard H. "Increasing Women's Job Commitment:
Some Practical Answers." Personnel 1 (January 1986):
41.
Epstein, Cynthia F. "Encountering the Male Establishment
Sex Status Limits on Women's Careers in the Profes¬
sions." American Journal of Sociology (May 1970):
969-971.
Epstein, Cynthia F. "Equalizing Advancement Between Woman
and Man." Training and Development Journal 27 (July
1973): 20-24.
Gordon, C.I. "Toward a Conceptual Framework of the Mentor-
Mentee Relationship." cited in Dissertation Abstracts
International 44, 5 (1983): 1387A.
Halcomb, Ruth. "Mentors and the Successful Woman." Across
the Board (February 1980): 13.
Orth, Charles D. and Jacobs, Frederic. "Women in Manage¬
ment: Pattern for Change." Harvard Business Review
5 (July-August 1971); 24.
Popisil, V.C. "Problems of the Woman Manager." Industry
Week (April 1974): 33-36
Reich, Murray H. "Executive Views from Both Sides of Men¬
toring." Personnel (March 1985): 45.
Reich, Murray H. "The Mentor Connection." Personnel
(February 1986): 50-56.
Rich, Adrienne. "Privilege, Power and Tokenism." Ms.
(September 1979): 41-43.
72
Sheehy, Gail. "The Mentor Connection; The Secret Link in
the Successful Woman's Life." New York Magazine
(April 1976): 23-25.
Formal Reports S Presentations
City of Atlanta. Equal Employment Opportunity Resolutions.
Equal Employment Opportunity Commission, EEOC Form 164,
State and Local Government Information fEEO-4)
Washington; U.S. Government Printing Office, 1980.
Interviews
Johnson, Mary A. and King, Carolyn., City of Atlanta,
Georgia. Interview. 6 April 1987.
